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Strengthening the Skills of Administrative Law Judges
Kenneth Nickolai*
The work of serving as a judge is often difficult. Judges, who
hear and decide matters arising in the administrative setting, as
with any judge in the judicial branch, must conduct hearings in a
fair and impartial manner. Their decisions must reflect a reasoned
application of the law to the evidence and communicate that in an
understandable way to the parties. At the same time, a judge must
have the ability to make decisions free of any influence or fear of
retribution in order to assure the integrity of the decisional system.
Within the tension of these occasionally conflicting goals, states
and the federal government have struggled to identify means of
evaluating how well a judge is accomplishing his or her responsibil-
ities.' But while the debate is often about whether or how to per-
form evaluations of judges, the most significant public benefit
arises when the effort to secure evaluative information is linked
with professional development opportunities, thereby enabling
judges to use the information to improve their skills.
The Minnesota Office of Administrative Hearings recently initi-
ated a program for "Judicial Development" for its forty-two Ad-
ministrative Law and Workers' Compensation Judges.2 The
program puts the components of judicial evaluation programs from
other jurisdictions into a comprehensive package designed to
strengthen the skills of the judges.3 Built around an evaluation sur-
vey completed by individuals appearing before a judge, the pro-
* Chief Administrative Law Judge for the State of Minnesota. MPA, Kennedy
School of Government, Harvard University; J.D., Duke University School of Law.
1. L. Hope O'Keefe, Administrative Law Judges, Performance Evaluation, and
Production Standards: Judicial Independence versus Employee Accountability, 54
GEO. WASH. L. REV. 591 (1986); Maurice S. Sponzo, Independence v. Accountability:
Connecticut's Judicial Evaluation Program has Independence and Accountability on
the Same Side, JUDGES J., Spring 1987; Tinkham, Judging the Judges: HCBA Judicial
Evaluation, THE HENNEPIN LAWYER, Sept. 2000, at 10; Alice Sherren Brommer, Bar
Calls (Again) for Mandatory Statewide Judicial Evaluations, THE MINNESOTA LAW-
YER, July 17, 2000, at 1.
2. See infra Judicial Department Program, Office-Wide Summary, MINNESOTA
OFFICE OF ADMINISTRATIVE HEARINGS, 271-99, at 276 (Oct. 1999) [hereinafter
Summary].
3. Id. at 276.
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gram ensures the confidentiality of individual responses and
individual results.4 It also provides for a system of mentors se-
lected by each judge and provides accountability to the public by
release of the aggregate results.5 The final component is a profes-
sional development program allowing individual judges to select
training as well as office-wide professional development on issues
of broad concern. The focus of this component is to give judges
information about how their work is perceived and opportunities
to strengthen their skills.6 Because the program is developmental,
any organization with judicial decision-making responsibilities,
whether the organization is in a judicial branch or an executive
branch of government, can readily adapt the program to their own
use.
I. STRIKING A BALANCE BETWEEN ACCOUNTABILITY
AND INDEPENDENCE
Any method used to evaluate how a judge is doing his or her job
raises concerns whether the evaluation is an attempt to interfere
with the independence of a judge's decision-making. In every sys-
tem established for decision-making, there is tension between: the
need for an individual, sitting in a judicial capacity, to make inde-
pendent judgments based on the facts and law; and the need for a
decision-maker to be accountable for providing a fair process and
an impartial decision. This tension is balanced in many ways. At
one end of the continuum, the emphasis is on the selection of the
individual to judge. For example, a Federal judge is appointed for
life, but only after a rigorous selection and confirmation process.
Once selected, however, the only required check on their work is
review of their decisions on appeal.7 The selection process is also
emphasized when the decision maker is an arbitrator. Once se-
lected, the discretion of an arbitrator or an arbitration panel is
broad and the decision can be set aside only under very limited
circumstances. 8 Other systems provide the opportunities for ac-
4. Id. at 271, 276-77.
5. Id. at 276.
6. Id. at 271, 276.
7. U.S. CONST. art. III, § 1; see also 28 U.S.C. § 1291.
8. MINN. STAT. § 572.19 (2000) (providing that a district court may vacate an
arbitration award if the award was procured by corruption or fraud, there was evident
partiality by an arbitrator, or the arbitrators either engaged in misconduct or corrup-
tion, the arbitrators exceeded their powers, or there was no arbitration agreement).
This is a much more limited standard of review than when the Minnesota Court of
Appeals reviews the decision of an administrative law judge under the state adminis-
countability at both the time of selection and throughout the time
of service. Lesser judicial officers, such as federal magistrates are
appointed by United States district court judges and serve a term
of eight years.9 State judges may be appointed by the Governor, 10
or directly elected," but most are required to have their names on
the ballot in subsequent years providing the opportunity for re-
moval from office.' 2 In Minnesota, the judges on the Tax Court,
the Workers' Compensation Court of Appeals, and the Chief Ad-
ministrative Law Judge are all appointed by the Governor and con-
firmed by the Senate. 13 While they can be removed only for
cause,' 4 one check on the Tax Court and Worker's Compensation
judges is that they serve for a fixed term of six years, after which
they must either be reappointed and confirmed, or replaced.' 5 In
contrast, administrative law judges, in most cases, are government
employees hired and retained under the applicable laws of civil
16service.
Federal administrative law judges are civil servants hired by the
agency required to conduct hearings. In order to protect the inde-
pendence of those judges employed by the agency whose actions
they are often reviewing, Congress has barred agencies from evalu-
ating the judge's performance.' 7 Many states have removed ad-
ministrative law judges from the agencies and placed them in a
central panel of judges to further guarantee independent decision-
making.' 8
trative procedures act. See MINN. STAT. § 14.69 (1997) (defining the scope of judicial
review).
9. See 28 U.S.C. § 631(a) (1993).
10. MINN. CONST. art. VI, § 8.
11. MINN. CONST. art. VI, § 7.
12. See generally MINN. CONST. art. VI, § 7.
13. MINN. STAT. ANN. § 175A.01-2 (West 1993) (Worker's Compensation Court
of Appeals); MINN. STAT. ANN. § 271.01-1 (West 1999) (Tax Court); MINN. STAT.
ANN. § 14.48 (West 1999) (Chief Administrative Law Judge).
14. MINN. STAT. ANN. § 14.48 (West 1999).
15. MINN. STAT. ANN. § 175A.01-2 (West 1993) (Worker's Compensation Court
of Appeals); MINN. STAT. ANN. § 271.01-1 (West 1999) (Tax Court); MINN. STAT.
ANN. § 14.48 (West 1999) (Chief Administrative Law Judge).
16. MINN. STAT. ANN. § 14.48 (West 1999) (stating in part,"[a]ll administrative
law judges and compensation judges shall be in the classified service except that the
chief administrative law judge shall be in the unclassified service, but may be removed
only for cause").
17. See O'Keefe, supra note 1, at 593-94.
18. At least twenty-four states, as well as the cities of New York, Chicago and
Washington, D.C., created a "central panel" of administrative law judges to handle at
least a portion of the state's administrative rule making and adjudications. Oregon is
the most recent state to implement a central panel. See Gerald E. Ruth, Unification
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But, within any of the systems that balance accountability and
independence, the question remains how to provide information
about a judge's performance in a manner that improves the quality
of justice. In Minnesota alone, every judicial district, the court of
appeals, the worker's compensation court of appeals, and the office
of administrative hearings all report that their judges are subject to
evaluation. Even the judicial district that "does not have a formal
policy regarding judicial evaluation," states that several of its
judges conduct evaluations on their own.19
Some form of evaluation is a critical component of improving
judicial performance. At the same time, an evaluation of a judge
to provide information to the public prior to a judicial election
strikes to the core of decisional independence. 20 Similarly, an eval-
uation of an administrative law judge by a supervising judge, mak-
ing the decision whether to retain or terminate that judge under
civil service standards, can strike at that same core of decisional
independence.21 The crucial issue should be whether a judge's
work will be evaluated, and how the information gained is used.
After considering the variety of efforts to resolve the tension be-
tween accountability and independence that arises from evalua-
tion, the Minnesota Office of Administrative Hearings (OAH)
adopted a program aimed at protecting judicial decisional indepen-
dence,22 by assuring that only the judge and a mentor selected by
of the Administrative Adjudicatory Process: An Emerging Framework to Increase
"Judicialization" in Pennsylvania, 5 Widener J. Pub. L. 297 (1996), reprinted in 16 J.
NAALJ 221 (1998).
19. See Brommer, supra note 1, at 14. Summary of the state's judicial branch
efforts at evaluation reported, "Third Judicial District Administrator Michelle R. El-
lefson explained that the district does not have a formal policy regarding judicial eval-
uation. The issue was discussed last year but the judges concurred that they would
rather conduct evaluations on their own than adhere to a strict plan, Ellefson said."
20. See generally Brommer, supra note 1.
21. See O'Keefe, supra note 1, at 603-04 (questioning the ability of a perform-
ance evaluation to sufficiently ensure an ALJ's independence, and arguing that "ALJs
would lose the appearance of independence which is so vital to the legitimacy of
agency proceedings."). The Colorado legislature recently considered whether to add
review of administrative law judges to the jurisdiction of their commission on judicial
performance. The commission is to develop techniques for evaluating judges on "rel-
evant performance criteria, which include, but are not limited to: Integrity; knowledge
and understanding of substantive, procedural, and evidentiary law. . ." COLO. REV.
STAT. § 13-5.5-103 (1997). The legislature did not add administrative law judges to
the commission's jurisdiction, but instead directed the Department of Personnel to
include the Colorado code of judicial conduct to the performance review plan for the
administrative law judge. Senate Bill 00-009; see also S. Res. 62, 9th Leg., 2d Reg.
Sess. (Colo. March 31, 2000).
22. See generally Ann Marshall Young, Judicial Independence in Administrative
that judge will see that judges' individual results. Accountability is
provided for on an office-wide basis, so the bar and members of the
public are provided the performance evaluation results for judges
in the office as a whole. As will be discussed in Part B, this aggre-
gate information also provides the basis for office-wide profes-
sional development topics to strengthen the judges' base of skills.2 3
Again, this program is designed to enhance the development of ju-
dicial skills.
At the same time this development program was being explained
to the bar and to the public, they were also reminded that if spe-
cific complaints arose about inappropriate conduct of a judge, a
separate complaint process existed. Complaints filed under this
separate process are investigated and if any action is necessary, the
judge has all the procedural protections of the Minnesota civil ser-
vice.24 This process is necessary because administrative and work-
ers' compensation judges in Minnesota are not subject to review
via the ballot and can serve as long as they are able to perform the
job.25
II. ESSENTIAL ELEMENTS OF JUDICIAL
DEVELOPMENT PROGRAM
There are four essential elements of Minnesota OAH's judicial
development program. These elements are: first, feedback from
hearing participants; second, confidentiality of the process; third,
accountability for results; and fourth, skill development opportuni-
ties.26 The specifics of the program such as how many surveys were
sent, the response rate, the questions asked in the survey can all be
found in the report attached to this article.27 The entire report is
public information, copies were distributed at various continuing
Adjudications: Past, Present, and Future, 38 JUDGES J. 16, at 42-43 (Summer 1999)
(discussing the need for independent decision making in the administrative setting).
23. See Summary, supra note 2, at 271.
24. The terms and conditions of employment of Minnesota administrative law
and workers' compensation judges are contained in the plan for unclassified employ-
ees developed by the Commissioner of Employee Relations and approved by the leg-
islature. See MINN. STAT. ANN. § 43A.18 (West 1999) (stating the statutory basis for
the plan). Procedural protections include the right to a hearing before a neutral party
for certain disciplinary actions. See Commissioner's Plan, § 12.
25. MINN. STAT. ANN. § 14.48 (1998), amended by Administrative Law Judges -
Training, Ethical Standards, ch. 355, § 14.48, §§ 1-3, 2000 Minn. Sess. Law Serv. 2989
(West).
26. See Summary, supra note 2, at 271-73.
27. See generally Summary, supra note 2.
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legal education seminars, and made available on the office
website 8
The first essential element is feedback. The only way to know
how those appearing before a judge perceive his or her actions is to
ask those individuals who observe the judge at work. A variety of
methods for surveying have been tried around the country. In
some jurisdictions, survey forms are handed to hearing participants
at the close of the hearing or even mailed with the decision. 9 In
other programs, the judge selects the names of individuals to be
surveyed and only those individuals are asked for feedback.30 The
Minnesota OAH program sought to randomly identify 75 to 100
participants in recent hearings for each judge.31 Only closed cases
where a decision had been issued were selected. Those individuals
were targeted to receive the survey and requested to respond.32 In
addition, two survey forms were used.33 Non-attorney participants,
for example individuals appearing pro se, did not receive certain
questions concerning the judge's legal knowledge and abilities.34
The responses received provided the necessary base level informa-
tion about the strengths and weaknesses of the judge.35
The second essential characteristic of the program is confidenti-
ality. Survey respondents, particularly attorneys who appear regu-
larly before OAH judges, needed to know that their survey
responses would not be identifiable by any judge. This problem
was addressed by hiring an outside organization to manage the sur-
vey returns and analysis.36 A significant benefit of Management
Analysis Division conducting this work was their special exemption
from the State Data Practices Act that allows the Division to keep
all data received pursuant to the study private.37 Management
Analysis prepared summary reports for each judge (and the men-
28. See http://www.oah.state.mn.us.
29. Personal conversations with Chief Administrative Law Judge's from other
states.
30. Information provided on the internal evaluation survey program optionally
available to district court judges in Hennepin County, Minnesota.
31. See Summary, supra note 2, at 276-77.
32. Id. at 276.
33. Id. at 276-77.
34. Id. at 298.
35. Id. at 284-87.
36. The Management Analysis Division of the Minnesota Department of Admin-
istration works as in in-house consulting organization to provided both organizational
development consulting for state agencies and others as well as research and data
analysis on program effectiveness.
37. MINN. STAT. ANN. § 13.64 (West 1989).
tor selected by that judge) and an office-wide summary report for
the Chief Administrative Law Judge. It is the latter report that was
made public and is included in appendix A to this article.38
The second element of confidentiality is assured by giving the
results for each individual judge only to that judge and the mentor
selected by that judge. No one else is allowed access to the infor-
mation. The Chief Judge and Supervising Judges were provided
only the office-wide summary. (They also received their own per-
sonal results because all judges in the office conduct hearings.)
This confidentiality means that individual judges do not have to
fear any adverse personnel or public consequences from the survey
results and can truly examine the results for ideas on how to be a
better judge.
The third essential component of the program is providing the
opportunity for judges to strengthen their skills in light of the sur-
vey results. The first means of doing this was to ask each judge to
select a mentor. Each judge selected a colleague, a personal friend,
a judge in the judicial branch, or anyone they felt comfortable
enough with to share the judges' survey results and to talk about
the meaning of those results. The purpose of the mentor aspect of
the program was to help the judge examine his or her survey re-
sults and to have one person with whom to discuss the results.
Each judge was also given a small budget, approximately $2,000,
which they were able to use for continuing legal education of their
choice. The budget allowed the judges to choose courses offered
either at the National Judicial College, through the ABA's Judicial
Divisions, or other legal education program to help strengthen his
or her skills.
The overall survey results are used to help design office-wide
professional development opportunities. To date, the office has
sponsored training for all its judges on evidence and on controlling
the professional demeanor of participants. Planning is underway
for sessions on hearing management and writing clearer decisions.
Judges will also be given the opportunity to participate in a mock
trial designed to help judges better understand how to manage dif-
ficult hearings. Two law professors at the University of Minnesota
who teach in the clinical law program developed this program. 39
38. See Summary, supra note 2.
39. Maury Landsman and Steve Simon are Clinical Professors of Law at the Uni-
versity of Minnesota Law School. Their program has been used to train new appoin-
tees to the district court bench in Minnesota and has been offered at the National
Fall 2000 Strengthening the Skills of ALJs
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The final essential component of the program is accountability.
While the individuals who complete the survey need to know they
can answer the survey confidentiality, they also need to know that
the survey results as a whole will be seriously considered. Simi-
larly, while the results for each individual judge need to be confi-
dential, making the office-wide results public helps each judge to
understand that how they do their job affects the reputation of
their colleagues as well as their own. Public accountability for the
office-wide results completes the feedback loop.
III. CONCLUSION
The Minnesota Office of Administrative Hearings Judicial De-
velopment Program seeks to find an appropriate balance between
accountability and judicial decisional independence. The program
received praise from the Minnesota State Bar Association, 40 and
the state's largest daily newspaper.41 But the real test of its effec-
tiveness is in the small changes in approach or demeanor made
each day by judges as they seek to handle the case before them to
the best of their abilities.
Judicial College. Simon and Landsman are also assisting the office in designing the
office wide training discussed earlier in the article.
40. Letters dated August 16, 2000 and August 22, 2000 from Terrance Moore,
Chair, MSBA Judicial Evaluation Subcommittee to Chief Administrative Law Judge
Nickolai and enclosed copy of a resolution of the Civil Litigation Section of the
MSBA calling for the judicial branch to establish a system of mandatory judicial eval-
uation similar to that used discussed herein.
41. Leonard Inskip, Judicial Improvement Process Could Become a Model, Minn.
Star Tribune, August 22, 2000.
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EXECUTIVE SUMMARY
he Minnesota Office of Administrative
Hearings (OAH) conducts administrative
law, worker's compensation, and rule mak-
ing hearings. In September 1998, the chief admin-
istrative law judge established a judicial develop-
ment program. The program's purpose is to iden-
tify for the judges the things they are doing well
and identify aspects of their performance that
could be improved.
The chief administrative law
judge contracted with the Man-
agement Analysis Division for
assistance in implementing a
judicial development program.
This report summarizes the
questionnaires completed by
attorneys and parties who ap-
peared before OAH judges.
Project team members
Peter Butler, Connie Reeves,
and Mary Williams
Division director
Judy Plante
Assistant division director
William Clausen
Editor
Mary Krugerud
The chief administrative law judge contracted
with the Management Analysis Division for assis-
tance in implementing the program. The divi-
sion's primary role was helping the OAH design
a written questionnaire to solicit feedback from
parties ("non-attorneys") and legal counsel ("attor-
neys") who have appeared before the judges, re-
ceiving and tabulating completed questionnaires,
and creating an individual report for each judge.
The division's secondary role was to review the
data for all judges as a group and write this office-
wide summary.
The questionnaires asked respondents to rate a
judge's performance in areas concerning judicial
conduct, management of proceedings, and legal
knowledge and abilities (attorneys only). The
questionnaires also had open-ended questions ask-
ing respondents about the judge's strengths and
areas of improvement, and if there were any inci-
dents during the proceedings that demonstrated
the judge's fairness or bias. The OAH mailed a
total of 3,520 questionnaires to attorneys and non-
attorneys. A total of 1,607 were returned, for a
response rate of 46 percent. Attorneys completed
almost three-quarters of the returned question-
naires.
Strengthening the Skills of Aids 273Fall 2000
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The questionnaire results show that both attorney and non-attorney respondents gave the judges
very positive ratings. Three-quarters or more of respondents who answered a statement chose
"excellent" or "good" foreachof the2l statements. On average, 11 percent of respondents chose
"fair" for a statement, 3 percent chose "poor," and 2 percent chose "very poor."
The four statements with the highest combined percentages of "excellent" and "good" re-
sponses, ranging from 91 to 89 percent, were:
" "Starting the proceedings on time" (56 percent "excellent," 35 percent "good")
" "Giving you or your attorney opportunities to speak" (57 percent "excellent," 33 percent
"good")
" "Showing respect to you" (62 percent "excellent," 28 percent "good")
" "Paying attention during the proceedings" (59 percent "excellent," 30 percent "good")
The four statements with the lowest combined percentages of "excellent" and "good"
responses, ranging from 80 to 77 percent, were:
" "Writing understandable and thorough decisions" (attorneys only) (45 percent
"excellent," 35 percent "good")
" "Assisting people in narrowing the issues" (40 percent "excellent," 39 percent "good")
" "Basing decisions on evidence, testimony, and law" (attorneys only) (44 percent
"excellent," 34 percent "good")
" "Skillfully handling settlement conferences and mediations" (42 percent "excellent,"
35 percent "good")
Attorney results were similar to non-attorney results in terms of which statements had the
highest and lowest percentages of respondents choosing "excellent," with a few exceptions.
Fifty-three percent of attorney respondents who rated the statement, "Being familiar with the
issues of the case," chose "excellent" compared with 41 percent of non-attorney respondents.
For the statement about starting the proceedings on time, 58 percent of attorneys rated the
judges as "excellent," compared with 49 percent of non-attorneys. Sixty-four percent of
attorneys choose "excellent" for the statement about showing respect, while 56 percent of the
non-attorneys did. A higher proportion of non-attorneys, 51 percent, rated the judges as
"excellent" in maintaining control, compared with 43 percent of attorneys.
Respondents' written comments reflected their positive ratings on the multiple-choice state-
ments. Attorney and non-attorney respondents often described ajudge's behavior and attitude
towards all parties as respectful, courteous, patient, and/or fair. Many respondents said a
judge's strengths in handling and managing the proceedings were controlling or keeping
them orderly, keeping the hearing moving along, and being prepared. Many attorneys wrote
that the strength of ajudge's legal knowledge and ability is the judge's knowledge of relevant
statute and case laws, and procedures. Attorney and non-attorney respondents who explained
why they thought a judge was fair typically said it was because the judge listened to both
sides or treated them equally in some manner.
Few respondents wrote comments about how a judge could improve his or her attitude,
management of proceedings, or legal knowledge and abilities. Many respondents indicated
no improvement was necessary in their response to these questions. Actual suggestions for
improvement were similar to what respondents said the judges did well: being more patient
or fair, controlling when people speak, being better prepared or more familiar with the case,
and understanding the law, procedures, and/or rules better. The most common remark about
a judge's unfairness or bias concerned the judge always favoring one type of party, such as
employees.
CONCLUSIONS
The very positive questionnaire results provide baseline figures for comparing future question-
naires' results and assessing judicial performance improvement efforts. The statements with
a high percentage of "excellent" responses could be used as a benchmark or performance
goal for the other statements. For example, the OAH may set a goal of having 50 percent or
more of respondents rating the judges as "excellent" for all the questionnaire statements.
The low response rate causes some concern that the results may not represent all individuals
who appear before the judges. Typically, a 60 percent or higher response rate is required to
accept the results as representing the population. This project's 46 percent response rate does
not reach that level. Future surveying efforts should attempt to raise the response rate through
some method so the results better represent all parties.
Fall 2000 Strengthening the Skills of ALJs
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INTRODUCTION
he Minnesota Office of Administrative Hearings (OAH) conducts administrative law,
worker's compensation, and rule making hearings. The office also heard child support
cases until the Minnesota Court System assumed this function in July 1999. In Sep-
tember 1998, the chief administrative law judge established ajudicial development program.
The program's purpose is to identify for the judges the things they are doing well and identify
aspects of their performance that could be improved.
The program consisted of using a written questionnaire to solicit feedback from parties ("non-
attomeys")' and legal counsel ("attorneys") who have appeared before the judges and having each
judge review his or her questionnaire results with a "mentor," usually another OAH judge. The
questionnaires asked respondents to rate a judge's performance in areas concerning judicial
conduct, management of proceedings, and legal knowledge and abilities (attorney questionnaire
only). The statements' five rating choices ranged from "excellent" to "very poor," with a sixth
choice of "does not apply." The questionnaires also had open-ended questions asking respon-
dents about the judge's strengths and areas of improvement and if there were any incidents during
the proceedings that showed the judge's fairness or bias.
METHOD
The chief administrative law judge contracted with the Management Analysis Division for assis-
tance in implementing the program's questionnaire component. The division's primary role was
helping the OAH design a written questionnaire, receiving and tabulating completed question-
naires, and creating an individual report for each judge. OAH administrative (non-judicial) staff
were responsible for selecting non-attorneys and attorneys' names and mailing the questionnaires,
cover letters, and reminder letters. Both the cover letter and questionnaire stated that responses
would remain anonymous and that the questionnaire contained no code to identify the respondent.
The OAH typically sent questionnaires to 75 to 100 individuals who had recently appeared
before a judge. Some judges hear several hundred cases each year, so their questionnaire
recipients were randomly selected. Other judges have less than 25 cases each year so all
people appearing before them were sent a questionnaire. Additionally, individuals who had
multiple cases before a particular judge were only sent one questionnaire for that judge. The
iNon-attorneys included: (1) unrepresented people; (2) represented people; (3) witnesses and rule hearing
participants; (4) interpreters; (5) security staff; (6) court reporters; (7) employers; (8) insurance representatives;
(9) Qualified Rehabilitation Consultants; (10) county representatives; and (11) state agency representatives.
OAH mailed the questionnaires to specific recipients a couple of weeks after the individual's
final case orders were mailed.
Two questionnaires were used: one for non-attorneys and one for attorneys. The non-attorney
questionnaire contained 16 multiple-choice statements and seven open-ended questions. The
attorney questionnaire had the same questions as the non-attorney one, plus five additional
multiple-choice questions and two more open-ended ones. These additional questions con-
cerned the judge's legal knowledge and abilities.
OAH staff developed the questionnaires by reviewing other court systems' judicial develop-
ment programs and working with an OAHjudges advisory group. The Management Analysis
Division also reviewed the questionnaires and suggested changes in wording, question order,
and content. Twenty-five attorneys and OAH staff and judges "pretested" draft question-
naires. After completing the draft questionnaires, these individuals completed a one-page
sheet that asked about the questionnaires' content, readability, and completion time. OAH
and Management Analysis Division staff reviewed the pretest results and revised the ques-
tionnaires. Appendix C contains the two final questionnaires.
RESPONSE RATE
The OAH mailed a total of 3,520 questionnaires to attorneys and non-attorneys. A total of
1,607 were returned, for a response rate of 46 percent. Table 1 shows the overall response
rate for each judges' group.
Because of the low response rate, the questionnaire data should not be interpreted as repre-
senting all attorneys and non-attorneys who appeared before OAH judges. The results indi-
cate only what the respondents said, not what non-respondents think about a particular issue.
TABLE 1. Questionnaire response rate by judge division
Questionnaires Questionnaires ResponseJudge division. :! mailed i ...] retur ed rate ,
Administrative Procedures Act 659 278 42.2%
Worker's Compensation - Hearings 1,902 943 49.6
Worker's Compensation - Settlement 959 386 40.3
Total 3,520 1,607 45.7%
Strenathening the Skills of ALJsFall 2000
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SCOPE
Further data limitations include the variation in how respondents interpreted the statements
and the possibility that those who completed a questionnaire are more or less dissatisfied
than non-respondents or that their mood at the time of completing the questionnaire might
affect their responses. This report focuses on the judicial development program results as
they pertain to the OAH judges as a group. The Management Analysis Division did not
examine any individual judge's results. This report does not discuss any particular judge's
strengths and areas of improvement nor the results of the judges' meetings with their men-
tors.
OAH staff mailed the first questionnaires in November 1998 and the last ones in August
1999.
Stren2thenin2 the Skills of ALJsFall 2000
OFFICE-WIDE RESULTS
hiS section summarizes the tabulated questionnaire results for the Administrative
Procedures Act, Worker's Compensation - Hearings, and Worker's Compensation -
Settlement division judges as a group and 400 randomly-selected questionnaires'
responses to the open-ended questions.
Table 2 shows the distribution of the 1,607 returned questionnaires. Attorneys completed
almost three-quarters of the returned questionnaires. Questionnaires for Worker's Compen-
sation judges, both hearing and settlement divisions, equaled 83 percent of the total number
of returned questionnaires.
TABLE 2. Questionnaire count by judge division
Total Attorney Non-attorney
Judge division questionnaires questionnaires questionnaires
Administrative Procedures Act 278 17.3% 173 62.2% 105 37.8%
Worker's Compensation - Hearings 943 58.7 740 78.5 203 21.5%
Worker's Compensation - Settlement 386 24.0 272 70.5 114 29.5%
Total 1,607 100.0% 1,185 73.7% 422 26.3%
SUMMARY of RESPONSES to STATEMENTS
The questionnaires asked respondents to rate a judge's performance in areas concerning
judicial conduct, management of proceedings, and legal knowledge and abilities (attorney
questionnaire only). The statements' five rating choices ranged from "excellent" to "very
poor," with a sixth choice of "does not apply."
A statement's percentages discussed here are based on the number of respondents who chose
one of the five rating choices. The percentages do not include respondents who did not
answer or who chose "does not apply." Generally about I to 3 percent, or 16 to 48 respon-
dents, chose "does not apply" or did not respond; a couple of statements showed a high
percentage of respondents indicating "does not apply" or not providing an answer. These
statements referred to whether the judge acted appropriately to resolve problems during the
proceedings (394 of 1,607 respondents, or 25 percent, did not choose a rating) and whether
the judge skillfully handled settlement conferences and mediations (540 respondents, or 34
percent).
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This report's appendices contain the tabulated questionnaire results. Appendix A has the
results that exclude "Does not apply" and no answer responses, and Appendix B has the
results that include them. The percentages discussed here are taken from Appendix A.
OVERALL
The questionnaire results show that both attorney and non-attorney respondents gave the
judges very positive ratings. Three-quarters or more of respondents who answered a state-
ment chose "excellent" or "good" for each of the 21 statements. The percentages of respon-
dents choosing "excellent" ranged from 34 percent to 62 percent. The range was 28 to 47
percent for the "good" responses. Only one statement, "Preventing participants from making
lengthy, repetitive statements ('rambling')," showed a higher proportion of respondents
choosing "good" than "excellent": 47 percent vs. 34 percent. A close second was "Assisting
people in narrowing the issues." Forty percent of respondents gave the judges "excellent"
ratings, and 39 percent gave them "good" ratings.
The four statements with the highest combined percentages of "excellent" and "good" re-
sponses were:
" "Starting the proceedings on time" (56 percent "excellent," 35 percent "good")
" "Giving you or your attorney opportunities to speak" (57 percent "excellent," 33 percent
"good")
" "Showing respect to you" (62 percent "excellent," 28 percent "good")
" "Paying attention during the proceedings" (59 percent "excellent," 30 percent "good")
The four statements with the lowest combined percentages of "excellent" and "good" re-
sponses were:
" "Writing understandable and thorough decisions" (attorneys only) (45 percent "excel-
lent," 35 percent "good")
" "Assisting people in narrowing the issues" (40 percent "excellent," 39 percent "good")
" "Basing decisions on evidence, testimony, and law" (attorneys only) (44 percent "excel-
lent," 34 percent "good")
" "Skillfully handling settlement conferences and mediations" (42 percent "excellent,"
35 percent "good")
The statement "Preventing participants from making lengthy, repetitive statements ('ram-
bling')" had the lowest percentage of "excellent" respondents: 34 percent.
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On average, 11 percent of respondents chose "fair" for a statement, 3 percent chose "poor," and
2 percent chose "very poor." Three statements had almost 15 percent of respondents choosing
"fair": "Skillfully handling settlement conferences and mediations," "Assisting people in narrow-
ing the issues," and "Preventing participants from making lengthy, repetitive statements ('ram-
bling')." The statements with the highest combined percentages of "poor" and "very poor"
respondents concerned promoting fairness (seven percent), being open-minded (eight percent),
and basing decisions on evidence, testimony, and the law (attorneys-only; 9 percent).
RESULTS by RESPONDENT TYPE
Given the high proportion of respondents who chose "excellent" or "good," few areas appear
to exist for significant improvement in the judges' performance, as a group. However, the
percent of attorney and non-attorney respondents who chose "excellent" for each statement
does vary. Each respondent group's results are presented by the statements with the lowest
and highest percentages choosing "excellent."
ATTORNEY RESULTS
The four statements with the highest percentage of attorney respondents choosing "excellent"
were:
" "Showing respect to you" (64 percent chose "excellent")
" "Paying attention during the proceedings" (60 percent)
" "Remaining even-tempered throughout the proceedings" (60 percent)
" "Starting the proceedings on time" (58 percent)
The four statements with the lowest percentage of attorney respondents choosing "excellent"
were:
" "Maintaining appropriate control over who speaks and when" (43 percent chose "excel-
lent")
" "Skillfully handling settlement conferences and mediations" (41 percent)
" "Assisting people in narrowing the issues" (39 percent)
" "Preventing participants from making lengthy, repetitive statements ('rambling')"
(32 percent)
The three statements about settlement conferences, narrowing issues, and preventing partici-
pants from rambling showed the highest percentages of attorney respondents choosing "fair":
about 15 to 16 percent each. The settlement conference and being open-minded statements
each had 7 percent of attorney respondents choosing "poor" or "very poor."
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Generally, 44 to 49 percent of respondents chose "excellent" and 34 to 40 percent chose
"good" for the five attorney-only statements, which concerned the judges' knowledge of the
rules of procedure, evidence, and substantive law; basing decisions on evidence, testimony,
and the law; and writing understandable and thorough decisions. The statement, "Basing
decisions on evidence, testimony, and the law," showed the highest percentage of respon-
dents choosing "poor" (6 percent) and "very poor" (3 percent).
NON-ATTORNEY RESULTS
The four statements with the highest percentage of non-attorney respondents choosing "excel-
lent" were:
" "Remaining even-tempered throughout the proceedings" (61 percent chose "excellent")
" "Giving you or your attorney opportunities to speak" (58 percent)
" "Paying attention during the proceedings" (57 percent)
" "Showing respect to you" (56 percent)
The four statements with the lowest percentage of non-attorney respondents choosing "excel-
lent" were:
* "Skillfully handling settlement conferences and mediations" (44 percent chose "excel-
lent")
" "Assisting people in narrowing the issues" (43 percent)
" "Being familiar with the issues of the case" (41 percent)
" "Preventing participants from making lengthy, repetitive statements ('rambling')"
(38 percent)
The statements about being familiar with the case's issues and assisting people had the
highest percentages of non-attorney respondents choosing "fair": 13 percent. Eleven percent
of respondents chose this answer for the statements about preventing participants from
rambling, promoting a sense of fairness, handling settlement conferences, and being decisive.
The statements about being familiar with the case's issue, promoting fairness, and skillfully
handling settlement conferences also showed equal percentages of respondents choosing
either "poor" or "very poor" as they did "fair." A few statements showed noticeable differ-
ences between attorney and non-attorney results.
TABLE 3. Randomly selected questionnaire count by judge division
Total IAttorney Non-attorney
[Judge division qutionnaires questionnaires questionnaires
Administrative Procedures Act 100 25% 75 25
Worker's Compensation - Hearings 200 50 150 50
Worker's Compensation - Settlement 100 25 75 25
TOTAL 400 100.0% 300 100
Fifty-three percent of attorney respondents who rated the statement, "Being familiar with the
issues of the case," chose "excellent" compared with 41 percent of non-attorney respondents
who rated the statement. Thirteen percent of non-attorney respondents chose "poor" or "very
poor" for this statement, compared with 4 percent of attorneys.
Similar differences existed for the statements about starting the proceedings on time (58
percent of attorneys rated the judges as "excellent," compared with 49 percent of non-attor-
neys) and showing respect (64 percent attorneys, 56 percent non-attorneys). A higher propor-
tion of non-attorneys, 51 percent, rated the judges as "excellent" in maintaining control,
compared with 43 percent of attorneys. Four percent of attorneys rated the judges as "poor"
or "very poor" on issuing written documents in a timely manner, compared with 12 percent
of non-attorneys.
SUMMARY of WRITTEN COMMENTS
The open-ended questions asked respondents about the strengths and areas of improvement
concerning the judge's judicial conduct, management of proceedings, and legal knowledge
and abilities. The questionnaires also asked if there were any incidents during the proceed-
ings that showed the judge's fairness orbias. This section summarizes 400 randomly-selected
questionnaires' responses.
Table 3 shows the 400 questionnaires' distribution by respondent type and judge's group.
Attorney questionnaires were three-quarters of the total. The sample's distribution is roughly
proportional to the population of 1,607 questionnaires, although the Administrative Proce-
dures Act judges are over-represented by 30 questionnaires, and the Worker's Compensation
- Hearing judges are under-represented by the same number. The 400 questionnaires were
selected from 1,172 out of the 1,607 that had at least one written comment, and typically four
of the open-ended questions had a response. On average, the sample contains one-third of
each judge's questionnaires.
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The open-ended questions were:
What are the positive aspects of this judge's attitude and behavior toward all people in the
courtroom?
What can this judge do to improve his or her attitude and behavior toward all people in the
courtroom?
What are this judge's strengths in managing and handling the proceedings?
What can this judge do to improve his or her management and handling of proceedings?
What are the strengths of this judge's legal knowledge and ability? (attorneys only)
What areas of this judge's legal knowledge and ability need improvement? (attorneys only)
Were there any incidents during the proceedings that showed the judge's fairness? If yes,
please explain without mentioning any case specifics.
Were there any incidents during the proceedings that showed the judge's bias or unfairness ?
If yes, please explain without mentioning any case specifics.
Do you have any additional comments?
Three-quarters or more of the respondents wrote one or more positive comments about a
judge. For the questions about what areas a judge needed to improve, over 50 to 70 percent
of respondents, depending on the question, did not write any comments, and many who did
indicated that no improvement was necessary.
Many of the respondents' comments were consistent with each other, and in others, differing
views were expressed or a limited number of respondents raised a particular issue or concern.
The terms "many," "several," "some," and "few" are used here to give a general idea of how
many respondents made the same or similar points. Also, not everyone expressed an opinion
on each issue raised.
This section summarizes the questionnaires according to the judges' strengths, areas of
improvement, and fairness. Responses to the questionnaire's final question, "Do you have
any additional comments?" repeated themes from earlier questions. These comments are
included in the groupings below.
STRENGTHS
Attorney and non-attorney respondents described a judge's behavior and attitude as:
" respectful and/or courteous;
" patient, calm or even-tempered;
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" fair, open-minded, objective, or impartial, or treating everyone equally;
" professional or businesslike;
" making parties feel comfortable or relaxed;
" having a good sense of humor;
" showing interest in the case or compassion or understanding towards a person's situation;
" listening well; and
" allowing all parties the opportunity to speak.
The most common remarks concerned ajudge's respect and courtesy, patience, and fairness.
Many attorney and non-attorney respondents complimented the judges as their response to
the "any additional comments" question. Respondents stated that ajudge was "excellent" or
"very good" or did an excellent, outstanding or very good job, or that they are glad to be
assigned to or appear before the judge. Many respondents compared a judge very favorably
to the other judges, writing that ajudge sets an example for other judges, or is the best or one
of best.
Attorney and non-attorney respondents typically described a judge's strengths in handling
and managing the proceedings as:
" knowledge and understanding of the particular case and issues;
" being well organized and prepared;
" starting on time;
" controlling the proceedings or keeping them orderly;
" keeping the hearing moving along;
" focusing on the relevant issues or helping the parties to remain focused on them; and
" communicating the procedures and process to parties.
Several gave examples of a judge controlling a specific party's action, such as stopping one
party's verbal attacks on the other or someone speaking out of turn. Some described how a
judge assists parties by looking for common ground, narrowing the issues, pushing for a
settlement, or helping to resolve the case. Several respondents described ajudge who remains
in control but also remains calm, fair, or respectful in doing so. Some wrote about a judge
who could keep the proceedings moving along while giving all parties the opportunity to
speak.
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Many attorneys wrote that the strengths of a judge's legal knowledge and ability is the
judge's knowledge of relevant statute and case laws and procedures, with some specifically
mentioning their application as a strength. Often an attorney described a judge as "very"
knowledgeable or said that the judge's knowledge was "very good," "excellent," or has
"depth." Some said the judge's experience was a strength. Others complimented a judge's
thinking, analytical, or writing abilities. A few said a judge was thorough or would research
issues if necessary.
AREAS for IMPROVEMENT
Common suggestions for improving ajudge's behavior and attitude were for the judge to be
more patient or polite, or less intimidating. Another frequent suggestion was for the judge
to be more fair or treat all parties more fairly. Some said or implied that a judge is biased
toward or favors one type of party, or is friendly with some participants but not others. Some
said a judge should appear more interested in the case, with a few saying that the judge did
not ask questions, appeared bored, or was unprepared. A few described a judge as closed-
minded.
For improving their handling and management of proceedings, many respondents suggested
that judge:
" control when people speak or parties who "attack" the other side;
" remain focused on the issues or keep parties focused;
" be better prepared or more familiar with the case;
" start the proceedings on time or make them go faster;
" listen better; and
" consider all the evidence.
Other respondents had a variety of specific suggestions, from having the judge be more
active in settlements to not pushing for a settlement too early. A few respondents wrote that
they could see no strengths in the judge, or they were very critical of the judge's abilities.
Most attorneys responding to how a judge could improve his or her legal knowledge and
abilities said a judge needs to understand the law, procedures, and/or rules better. A few said
ajudge had no trial experience or background in the specific area. Others wrote very specific
comments, such as saying the judge interpreted facts incorrectly, needs to see the "big pic-
ture," or could improve how settlement conferences are handled.
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A few respondents had complaints that were not about a specific judge, but are more "sys-
tem" issues. A couple discussed the problems that certain laws or rules create for the judges
and the impacts on the hearings. For example, one respondent wrote that "My concerns are
not at all focused on [the judge's] ability, but instead on the Administrative Rules Process -
we need to update this process to create better dialogue - and better understanding regarding
the necessity for the particular rules being discussed." Another wrote that "OAH policy
should not allow or condone the unauthorized practice of law by allowing a person who is
not an attorney to represent someone other than him or her self." One attorney respondent
wrote about problems with the 1995 Worker's Compensation law reforms, and a couple of
non-attorneys wrote that an agency ignored a judge's decisions.
FAIRNESS
Respondents' remarks about a judge's fairness were either a general comment about a
judge's overall fairness, or a specific description about how ajudge was fair. Many described
how a judge treated both sides equally, most often that the judge gave each sufficient time
to speak, to present their case, or respond to the other party's statement or evidence. Some
wrote that a judge reviewed materials or reached a decision carefully, kept an open-mind,
listened to both sides, or allowed additional evidence to be submitted. Some wrote about a
judge assisting an attorney or party during the proceedings. A few respondents wrote about
a judge dealing with inappropriate behavior.
Most attorneys and non-attorneys who wrote about ajudge's bias or unfairness said generally
the judge was biased or unfair without giving specifics, or said or implied the judge favored
a certain type of party. Others mentioned how certain decisions or actions by the judge
showed a bias or unfairness, such not appearing receptive to an attorney's argument, relying
on one side's argument too much or giving certain evidence more weight, or treating some-
one poorly.
Attorneys and non-attorneys talked about or implied a judge's unfairness or bias in their
response to the "any additional comments" question. Some attorneys said ajudge was biased
towards employees and a couple said the judge gave more weight to the employee's testi-
mony though it was contradicted by other evidence.
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CONCLUSIONS
he tabulated questionnaire results indicate that attorney and non-attorney respondents
believe OAH judges, as a group, perform their jobs well. Three-quarters or more of
respondents who answered a statement chose "excellent" or "good" for each of the
21 statements. Most responses to the questionnaires' open-ended questions were positive or
complimentary, too.
The percent of respondents answering "excellent" for a statement ranged from 34 percent to
62 percent, and eight statements had 50 percent or more respondents choosing this rating.
This year's data could serve as baseline figures for comparing future questionnaires' results.
Additionally, these upper-range figures could be used as a benchmark or performance goal
for the other statements. For example, the OAH may set a goal of having 50 percent or more
of respondents rating the judges' as "excellent" for all the questionnaire statements.
The low response rate causes some concern that the results may not represent all individuals
who appear before the judges. Typically, a 60 percent or higher response rate is desired for
accepting the results as representing the population. This project's 46 percent response rate
does not reach that level, though it is an excellent response rate for a mail survey, which
typically have much lower ones. It is unknown why people who received questionnaires did
not return them. People may not return a questionnaire for several reasons: the survey is too
long, the survey topic is not relevant or important to them, they are concerned about being
identified, they thought everything was fine and found no reason to comment, or they were
so dissatisfied they did not feel like commenting.
The OAH did not want the questionnaires to contain an identifying code to assure respon-
dents that their comments would truly be anonymous. Without an identifying code, however,
it is not possible to target intensive follow-up efforts to non-respondents. Future surveying
efforts should attempt to raise the response rate through some method so the results better
represent all parties.
Strengthening the Skills of ALJs
APPENDICES
TABULATED RESPONSES to STATEMENTS 290
(excluding "Does not apply" and no-answer responses)
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Office of AdninistraN o November 1998.
rive Hearings SURVEY RESULTS August 1999
Office-wide
Total questionnaires = 1,607 (1,185 attorney and 422 non-attorney)
Please rate the judge's performance in the following areas:
Overall j Attorneys Non-attorneys
Number I Percent I Number I Percent Number I Percent_
Showing respect to you
Excellent 987 61.7% 754 63.8% 233 55.7%
Good 450 28.1% 317 26.8% 133 31.8%
Fair 117 7.3% 82 6.9% 35 8.4%
Poor 23 1.4% 15 1.3% 8 1.9%
Very poor 22 1.4% 13 1.1% 9 2.2%
Totals 15991 100.0% 1181 100.0% 418 100.0%
Showing patience with you
Excellent 849 53.7% 625 53.3% 224 54.9%
Good 498 31.5% 376 32.1% 122 29.9%
Fair 167 10.6% 129 11.0% 38 9.3%
Poor 41 2.6% 261 2.2% 15 3.7%
Very poor 25 1.6% 16 1.4% 9 2.2%
Totals 15801 100.0%1 1172 100.0% 408 100.0%
Promoting a sense of fairness
Excellent 811 50.8% 598 50.8% 213 51.0%
Good 505 31.7% 391 33.2% 114 27.3%
Fair 162 10.2% 115 9.8% 47 11.2%
Poor 74 4.6% 48 4.1% 26 6.2%
Very poor 43 2.7% 25 2.1% 18 4.3%
Totals 1595 100.0% 1177 100.0% 418 100.0%
Being open-minded throughout the proceedings
Excellent 779 48.9% 563 48.0% 216 51.7%
Good 504 31.7% 388 33.0% 116 27.8%
Fair 180 11.3% 137 11.7% 43 10.3%
Poor 85 5.3% 57 4.9% 28 6.7%
Very poor 44 2.8% 29 2.5% 15 3.6%
Totals 1592 100.0% 1174 100.0% 418 100.0%
Remaining even-tempered throughout the proceedings
Excellent 955 60.0% 700 59.7% 255 61.0%
Good 455 28.6% 335 28.6% 120 28.7%
Fair 1301 8.2% 100 8.5% 30 7.2%
Poor 30 1.9% 24 2.0% 6 1.4%
Very poor 21 1.3% 14 1.2% 7 1.7%
Totals 15911 100.0% 11731 100.0% 418 100.0%
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verIl . Attorneys Non-attorneys
Number Percent I Number I Percent Number Percent
Starting the proceedins on time
Excellent 879 55.8% 678 58.3% 201 48.8%
Good 551 35.0% 392 33.7% 159 38.6%
Fair 102 6.5% 69 5.9% 33 8.0%
Poor 27 1.7% 15 1.3% 12 2.9%
Very poor 16 1.0% 9 0.8% 7 1.7%
Totals 1575 100.0% 1163 100.0% 412 100.0%
Being familiar with the issues of the case
Excellent 792 49.8% 621 52.8% 171 41.4%
Good 551 34.7% 415 35.3% 136 32.9%
Fair 150 9.4% 96 8.2% 54 13.1%
Poor 66 4.2% 36 3.1% 30 7.3%
Very poor 31 1.9% 9 0.8% 22 5.3%
Totals 1590 100.0% 1177 100.0% 413 100.0%
Paying attention during the proceedines
Excellent 940 59.2% 701 60.0% 239 56.9%
Good 482 30.4% 360 30.8% 122 29.0%
Fair 109 6.9% 77 6.6% 32 7.6%
Poor 37 2.3% 18 1.5% 19 4.5%
Very poor 20 1.3% 12 1.0% 8 1.9%
Totals 1588 100.0% 1168 100.0% 420 100.0%
Giving you or your attorney o portunities to speak
Excellent 8961 57.0% 660 56.7% 236 57.8%
Good 519 33.0% 400 34.4% 119 29.2%
Fair 119 7.6% 89 7.6% 30 7.4%
Poor 26 1.7% 11 0.9% 15 3.7%
Very poor 12 0.8% 4 0.3% 8 2.0%
Totals 1572 100.0% 1164 100.0% 408 100.0%
Preventing partici ants from makina len th repetitive statements
Excellent 4971 33.6% 350 32.1% 147 37.7%.
Good 690 46.6% 527 48.3% 163 41.8%
Fair 214 14.5% 170 15.6% 44 11.3%
Poor 56 3.8% 29 2.7% 27 6.9%
Very poor 23 1.6% 14 1.3% 9 2.31%
Totals 1480 100.0% 1090 100.0% 390 100.0%
Maintaining approrate control over who speaks and when
Excellent 711 45.3% 500 43.3% 211 51.0%
Good 661 42.2% 506 43.8% 155 37.4%
Fair 150 9.6% 118 10.2% 32 7.7%
Poor 35 2.2% 23 2.0% 12 2.9%
Very poor 11 0.7% 7 0.6% 4 1.0%
Totals 1568 100.0% 1154 100.0% 414 100.0%
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Overall Attorneys Non-attorneys
Number I Percent I Number I Percent Number I Percent
Being decisive throughout the proceedings. such as when objections are raised
Excellent 663 44.9% 500 45.1% 163 44.2%
Good 578 39.1% 432 39.0% 146 39.6%
Fair 176 11.9% 137 12.4% 39 10.6%
Poor 44 3.0% 30 2.7% 14 3.8%
Very poor 17 1.2% 10 0.9% 7 1.9%
Totals 1478 100.0% 1109 100.0% 369 100.0%
Acting appropriately to resolve problems (such as outbursts, inappropriate behavior,
lateness) arising during the proceedings
Excellent 551 45.4% 410 44.8% 141 47.3%
Good 483 39.8% 366 40.0% 117 39.3%
Fair 139 11.5% 110 12.0% 29 9.7%
Poor 25 2.1% 18 2.0% 7 2.3%
Very poor 15 1.2% 11 1.2% 4 1.3%
Totals 1213 100.0% 915 100.0% 298 100.0%
Assisting people in narrowing the issues
Excellent 589 39.9% 429 38.7% 160 43.2%
Good 578 39.1% 450 40.6% 128 34.6%
Fair 217 14.7% 169 15.3% 48 13.0%
Poor 60 4.1% 40 3.6% 20 5.4%
Very Poor 34 2.3% 20 1.8% 14 3.8%
Totals 1478 100.0% 1108 100.0% 370 100.0%
Skillfully handling settlement conferences and mediations
Excellent 446 41.8% 316 40.9% 130 44.2%
Good 374 35.1% 275 35.6% 99 33.7%
Fair 159 14.9% 127 16.4% 32 10.9%
Poor 57 5.3% 37 4.8% 20 6.8%
Very poor 31 2.9% 18 2.3% 13 4.4%
Totals 1067 100.0% 773 100.0% 294 100.0%
Knowing relevant substantive law (attorneys only)
Excellent 538 46.1% 538 46.1% 0
Good 441 37.8% 441 37.8% 0
Fair 131 11.2% 131 11.2% 0
Poor 36 3.1% 36 3.1% 0
Very poor 20 1.7% 20 1.7% 0
Totals 1166 100.0% 1166 100.0% 0
Knowing rules of procedure (attornevs only)
Excellent 559 49.0% 559 49.0% 0
Good 431 37.8% 431 37.8% 0
Fair 111 9.7% 111 9.7% 0
Poor 24 2.1% 24 2.1% 0
Very poor 15 1.3% 15 1.3% 0
Totals 1140 100.0% 1140 100.0% 0
Overll tony Non-attorneys
Number IPercent INtumber IPercent INumber Pecn
Knowing rules of evidence (attornevs only)
Excellent 476 43.9% 476 43.9% 0
Good 428 39.5% 428 39.5% 0
Fair 138 12.7% 138 12.7% 0
Poor 26 2.4% 26 2.4% 0
Very poor 16 1.5% 16 1.5% 0
Totals 1084 100.0% 1084 100.0% 0
Basing decisions on evidence, testimony, and law (attorneys only)
Excellent 505 44.2% 505 44.2% 0
Good 3841 33.6% 384 33.6% 0
Fair 152 13.3% 152 13.3% 0
Poor 65 5.7% 65 5.7% 0
Very poor 37 3.2% 37 3.2% 0
Totals 1143 100.0% 1143 100.0% 0
Writing understandable and thorough decisions (attornevs onl ()
Excellent 5111 44.9% 511 44.9% 0
Good 397 34.9% 397 34.9% 0
Fair 160 14.0% 160 14.0% 0
Poor 41 3.6% 41 3.6% 0
Very poor 30 2.6% 30 2.6% 0
Totals 1139 100.0% 1139 100.0% 01
ssuing written findings, conclusions. and/or orders in a timely manner _ '
Excellent 7571 48.9% 579 50.4% 178 44.5%
Good 548 35.4% 408 35.5% 140 35.0%
Fair 154 9.9% 120 10.4% 34 8.5%
Poor 48 3.1% 25 2.2% 23 5.8%
Very poor 42 2.7% 17 1.5% 25 6.2%
Totals 1549 100.0% 1149 100.0% 400 100.0%
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QUESTIONNAIRES
The attorney questionnaire was printed on both sides of 8 " x 14" paper. The size was
changed here to fit the rest of the report.
Attorney 295
Non-attorney 298
(1) Showing respect to you .....................................
(2) Showing patience with you ..................................
(3) Promoting a sense of fairness ................................
(4) Being open-minded throughout the proceedings .................
(5) Remaining even-tempered throughout the proceedings ............
(6) Stari ng the proceedings on time .............................
(7) Being familiar with the issues of the case .......................
(8) Paying attention during the proceedings ........................
(9) Giving you or your attorney opportunities to speak ...............
(10) Preventing participants from making lengthy, repetitive statements
("ram bling") . .............................................
(11) Maintaining appropriate control over who speaks and when ........
(12) Being decisive throughout the proceedings, such as when objections
are raised ................................................
r &r K rr
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 00 00 0
0 0 0
0 0 0
0 0 0
0 0 0
0 0 0 0 0 0
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OFFICE OF ADMINISTRATIVE HEARINGS
JUDICIAL DEVELOPMENT PROGRAM 1998-1999
Evaluation of Judge
The judicial development program is designed to improve the performance of OAH judges. Please
complete this questionnaire for the above-named judge based on your recent appearance before him or
her. If you have questions about this program, call Carol Trudeau, Special Assistant to the Chief
Administrative Law Judge, 612-349-2527.
Your responses to this questionnaire will be used only to help judges develop their skills. This
questionnaire has no code that identifies you. All replies will remain anonymous. To further ensure
anonymity, results will be tabulated by the Minnesota Department of Administration. Please return your
survey within ten days in the provided envelope.
Circles should be COMPLETELY FILLED and mistakes COMPLETELY ERASED. Choose only one
response per question. Do not use a felt tip pen.
Please rate the above-named judge's performance in the following areas. The term "proceedings" includes
hearings, motions, pre-trials, administrative and settlement conferences, mediations, and rule hearings.
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(13) Acting appropriately to resolve problems (such as outbursts,
inappropriate behavior, lateness) arising during the proceedings .....
(14) Assisting people in narrowing the issues .......................
(15) Skillfully handling settlement conferences and mediations .........
(16) Knowing relevant substantive law ............................
(17) Knowing rules of procedure .................................
(18) Knowing rules of evidence ..................................
(19) Basing decisions on evidence, testimony, and law ................
(20) Writing understandable and thorough decisions ..................
(21) Issuing written findings, conclusions, and/or orders in a timely manner
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 00
Written Comments
Your comments will be typed up as you have written them before they are given to the judge. Profanities or personal
attacks will be removed. Please avoid mentioning any case specifics that might identify you. Your responses to this
questionnaire will not be considered formal complaints.
(22) What are the positive aspects of this judge's attitude and behavior toward all people in the courtroom?
(23) What can this judge do to improve his or her attitude and behavior toward all people in the courtroom?
(24) What are this judge's strengths in managing and handling the proceedings?
(25) What can this judge do to improve his or her management and handling of proceedings?
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(26) What are the strengths of this judge's legal knowledge and ability?
(27) What areas of this judge's legal knowledge and ability need improvement?
(28) Were there any incidents during the proceedings that showed the judge's fairness? If yes, please explain without
mentioning any case specifics.
(29) Were there any incidents during the proceedings that showed the judge's bias or unfairness? If yes, please explain
without mentioning any case specifics.
(30) Do you have any additional comments?
Thank you for completing this survey. Please return It to the Minnesota Department of Administration-
Management Analysis Division, 203 Administration Building, St. Paul, MN 55155.
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OFFICE OF ADMINISTRATIVE HEARINGS
JUDICIAL DEVELOPMENT PROGRAM 1998-1999
Evaluation of Judge
The judicial development program is designed to improve the performance of OAH judges. Please
complete this questionnaire for the above-named judge based on your recent appearance before him or
her. If you have questions about this program, call Carol Trudeau, Special Assistant to the Chief
Administrative Law Judge, 612-349-2527.
Your responses to this questionnaire will be used only to help judges develop their skills. This
questionnaire has no code that identifies you. All replies will remain anonymous. To further ensure
anonymity, results will be tabulated by the Minnesota Department of Administration. Please return your
survey within ten days in the provided envelope.
Circles should be COMPLETELY FILLED and mistakes COMPLETELY ERASED. Choose only one
response per question. Do not use afelt tip pen.
Please rate the above-named judge's performance in the following areas. The term "proceedings" includes
hearings, motions, pre-trials, administrative and settlement conferences, mediations, and rule hearings.
(1) Showing respect to you .....................................
(2) Showing patience with you ..................................
(3) Promoting a sense of fairness ................................
(4) Being open-minded throughout the proceedings .................
(5) Remaining even-tempered throughout the proceedings ............
(6) Starting the proceedings on time .............................
(7) Being familiar with the issues of the case .......................
(8) Paying attention during the proceedings ........................
(9) Giving you or your attorney opportunities to speak ...............
(10) Preventing participants from making lengthy, repetitive statements
("ram bling") ..............................................
(11) Maintaining appropriate control over who speaks and when ........
(12) Being decisive throughout the proceedings, such as when objections
are raised ................................................
(13) Acting appropriately to resolve problems (such as outbursts,
inappropriate behavior, lateness) arising during the proceedings .....
(14) Assisting people in narrowing the issues .......................
(15) Skillfully handling settlement conferences and mediations .........
(16) Issuing written findings, conclusions, and/or orders in a timely manner
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
0 0  0 
0 0 0
0 0 0
0 0 0
0 0 0
0 0 0 0 0 0
0 0 0 0 0 0
(Over)
Written Comments
Your comments will be typed up as you have written them before they are given to the judge. Profanities or personal
attacks will be removed. Please avoid mentioning any case specifics that might identify you. Your responses to this
questionnaire will not be considered formal complaints.
(17) What are the positive aspects of this judge's attitude and behavior toward all people in the courtroom?
(18) What can this judge do to improve his or her attitude and behavior toward all people in the courtroom?
(19) What are this judge's strengths in managing and handling the proceedings?
(20) What can this judge do to improve his or her management and handling of proceedings?
(21) Were there any incidents during the proceedings that showed the judge's fairness? If yes, please explain without
mentioning any case specifics.
(22) Were there any incidents during the proceedings that showed the judge's bias or unfairness? If yes, please explain
without mentioning any case specifics.
(23) Do you have any additional comments?
Thank you for completing this survey. Please return It to the Minnesota Department of Administration-
Management Analysis Division, 203 Administration Building, St. Paul, MN 55155.
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